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ABSTRACT 
 
Background: The current transformation in the hospital care industry demands greater 
coordination of care across providers and across settings so as to improve quality care, improve 
outcomes, and reduce spending. Nurses contribute to the transformative changes by being a fully 
contributing member of the inter-professional team. It requires an enhanced set of knowledge, 
skills, attitudes, and performance among nurses around wellness and population care with a 
renewed focus on patient-centered care, care coordination, data analytics, and quality 
improvement. This study aimed to analyze the associations of ward head direction and incentive 
with nurse performance at Arun LNG Hospital, Lhokseumawe, Aceh.  
Subjects and Method: This was a cross-sectional study carried out at Arun LNG Hospital, 
Lhokseumawe, Aceh. A sample of 74 nurses was selected for this study by exhaustive sampling. The 
dependent variable was nurse performance. The independent variables were ward head direction 
and incentive. The data were collected by questionnaire and analyzed by a multiple logistic 
regression.  
Results: Nurse performance improved with high motivation (OR= 11.12; 95% CI= 2.66 to 46.49; 
p= 0.001), explicit ward head direction (OR= 4.37; 95% CI= 1.05 to 18.17; p= 0.043), and existence 
of incentive (OR= 5.84; 95% CI= 1.30 to 26.17; p= 0.021). 
Conclusion: Improved nurse performance is associated with explicit ward head direction and 
existence of incentive.  
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BACKGROUND 
Increased productivity and performance of 
nurses are very important in an effort to 
improve the efficiency of health services. 
The performance of a nurse is strongly 
influenced by knowledge, skills, and moti-
vation as well as the conditions of a 
supportive work environment. It is the 
ability of a leader in a hospital to influence 
workers to love their work, not solely to 
take orders from superiors, but moved his 
heart to complete his task with his own 
awareness. 
Based on Law No. 36 of 2009 
concerning health article 23, it is explained 
that health personnel are authorized to 
provide health services in accordance with 
their expertise. Then in article 24, it is 
explained that health personnel must meet 
health service standards, especially nurses 
in providing nursing care. 
Improving the performance of qua-
lified nurses is one of the important things 
to note because without a qualified nurse, 
how sophisticated the existing system is, 
the vision, mission and goals of the 
hospital, it will be difficult to achieve. The 
formation of nurse performance is a 
reflection of the quality of nursing provided 
(Suriana, 2014). 
The individual performance can be 
influenced by individual, psychological, and 
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organizational factors. The individual varia-
bles include abilities, skills, family back-
ground and demographics, organizational 
variables include resources, leadership, 
rewards, work structure and design, and 
psychological variables include perception, 
attitude, personality, learning and motiva-
tion. The three groups of variables affect 
work groups which ultimately affect em-
ployee performance (Gibson, 2011). Nurse 
performances can be measured based on 
nursing care competencies consisting of 
assessment, diagnosis, planning, imple-
mentation and evaluation (PPNI, 2005). 
The leadership of the head depart-
ment which is task-oriented for nurses 
usually has the target of carrying out the 
task, an organized work plan and eva-
luation of the work that has been achieved 
by the nurse and this situation is also 
supported by the maturity level of nurses 
who really need clear and firm direction 
specific to the head of the room so there are 
clear duties and responsibilities. The 
leadership of the head of the department 
that is oriented to nurses can usually meet 
nurse satisfaction with a low level of mode-
rate maturity, the creation of a conducive 
work environment, active participation, 
feeling nurtured, supported, guided, and 
feeling part of the hospital so that it can 
cause the nurse's motives to work while 
increasing quality of work (Sari, 2009). 
Nurse-oriented leadership needs to be 
supported by providing compensation to 
optimize the performance of nurses in 
hospitals.   
Giving compensation is one of the 
efforts to improve the quality of the 
performance of nurses and also to meet the 
needs of nurses. Nurses will work harder 
and show more spirit according to hospital 
expectations, if the hospital pays attention 
to it and fulfill the needs of nurses, both 
material needs such as salaries, incentives, 
bonuses and non-material needs such as 
awards (Zenah, 2014). 
PT. Arun LNG Lhokseumawe hospital 
located in the Plaju Complex Street of PT. 
Arun Batuphat City of Lhokseumawe is 
managed by the Enterprise of the Lhokseu-
mawe Development Area (PDPL) starting 
in January 2016. According to the nursing 
committee, it was reported that in PT. Arun 
LNG Lhokseumawe, the number of 
inpatient visits was 6,220 and outpatient 
services were 38,874 visits in 2015 and 
experienced an increase in inpatient visits 
to 8,978 visits (30.7%) and a decrease in 
outpatient visits 35,723 in 2016 (8,8%). 
(Arun LNG Hospital, 2017) 
The results of interviews with 10 
nurses showed that nurses still complained 
about the leader, the head of department. 
Some of the heads of departments at PT 
Arun LNG Lhokseumawe hospital were 
complained by the nurses because they 
were not able to become exemplary nurses 
or exemplary nurses, such as late attend-
ance that made nurses the executor does 
not hold daily meetings before providing 
nursing services. It is less assertive to 
impose sanctions for executing nurses who 
are late for work, the results of nurse 
performance have not been evaluated such 
as completeness of documentation, super-
vision is not carried out continuously, 
suggestions submitted to the head of the 
department in making changes less valued, 
nurses are rarely involved in taking policy, 
and give less impetus to improve the 
performance of implementing nurses.  
Based on the above phenomenon, it 
can be seen that the factors that affect the 
low performance of nurses at PT. Arun LNG 
Lhokseumawe, among others, was the 
leadership of the head of the room in 
carrying out the functions and tasks that 
were not yet continuous. The head of the 
room has not been able to provide direction 
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and supervision continuously and less 
effort to improve ability through guidance 
and short training and motivating the nurse 
because nurses were prioritized in 
improving skills for themselves.  
The purpose of this study was to 
analyze the effect of motivation, leadership 
of the head of the room, and compensation 
for the nurse performance at PT Arum LNG 
Lhokseumawe Hospital. 
 
SUBJECTS AND METHOD 
This study was a cross sectional study. The 
study was conducted at Arun LNG hospital, 
Lhokseumawe, Aceh, from February to 
June 2018. A total of 74 nurses were 
selected by exhaustive sampling. The 
dependent variable was nurse performance. 
The independent variables were motiva-
tion, head direction, and incentives. The 
data were collected by using questionnaire 
and analyzed by a multiple logistic 
regression. 
 
RESULTS 
1. Frequency Distribution of Study 
Variables 
Table 1 shows frequency distribution of 
study variables. Table 1 shows that as many 
as 44.4% nurses had good head direction. 
All nurses received incentive monthly. As 
many as 27.0% nurses received the incen-
tive from Rp 350,000 to Rp 600,000 and 
73.0% nurse received incentive from Rp 
150,000 to Rp 350,000. 
Table 1. The Frequency Distribution 
Variables n % 
Motivation   
Good 26 35.1 
Poor 48 64.9 
Direction   
Good 29 39.2 
Poor 45 60.8 
Incentive (Rp)   
350,000- 600,000  20 27.0 
150,000- 350,000  54 73.0 
 
2. The Results of Multiple Logistic 
Regression Analysis 
Table 2 showed the results of a multiple 
logistic regression. Table 2 showed that 
high motivation (OR= 11.12; 95% CI= 2.66 
to 46.49; p= 0.001), positive direction 
(OR= 4.37; 95% CI= 1.05 to 18.17; p= 
0.043), and adequate incentives (OR= 5.84; 
95% CI= 1.30 to 26.17; p= 0.021) improved 
nurse performance. 
Table 2.The results of multivariate logistic regression analysis 
Independent variables OR 
95% CI 
p 
Lower limit Upper limit 
Motivation 11.12 2.66 46.49 0.001 
Direction 4.37 1.05 18.17 0.043 
Incentive 5.84 1.30 26.17 0.021 
Constant 0.02   <0.001 
 
DISCUSSIONS 
1. The relationship between motiva-
tion and nurses performance  
The result of this study showed that 
motivation affected the nurse performance. 
High motivation improved nurse perform-
ance. Work motivation was an influential 
condition to generate, direct, and maintain 
the behaviors which related to the work 
environment (Usman, 2013). The result of 
this study was in line with Aduo-Adjei 
(2016), who stated that motivation was an 
intrinsic factor that affected a nurse's 
performance. 
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2. The relationship between head 
direction and nurse performance 
The result of this study showed thatthe 
head of the room in providing direction 
could improve nurse performance. Rashed 
et al. (2015) showed that nurse leaders have 
specific responsibilities to their staff and 
organizations to supervise and provide 
direction to nurses so they can perform 
their work optimally.  
3. The relationship between 
incentive and nurse performance 
The result of this study showed that 
incentive affected the nurse performance. 
High incentives increased nurse perform-
ance. Incentives were a component of 
indirect financial compensation, which 
included all benefits who were not covered 
by direct compensation in the form of 
salaries, wages, and commissions (Dharma-
wan, 2011). The result of this study was in 
line with Rudasingwa and Uwizeye (2017), 
who stated that incentives were related to 
nurse performance. The low number of 
incentives and sometimes experiencing 
delays decrease the nurse's motivation, thus 
reducing the nurse's performance. 
Similar result also showed by Anin-
anya et al. (2016), who stated that incen-
tives could increase the motivation of 
health personnel in carrying out their work, 
which has an impact on their performance. 
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